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CHAPTER I Introduction. Purpose and Methodoloxy
of Study
I-1 Introduction
In contrast to earlier societies, ours in the late 20th
century is an organization society.' We are born in organizations
(hospitals), educated by organizations (schools and universities),
and most of us spend much of our lives working for organizations
(banks, business firms, factories, etc.) We spend much of our
leisure time paying, praying and playing in organizations (depart-
ment stores, churches, recreational clubs, etc.) Still most of us
will die. in organizations (hospitals) and be taken care by organ-
izations (funeral parlours) even after death. Everything we are
involved in our daily life has something to do with organizations
and we can hardly avoid bearing the title of The Organization Man.
Modern civilization depends largely on organizations as
the most rational and efficient form of social grouping. By co-
ordinating a large number of human actions, the organization cre-
ates a powerful social tool.
It combines its personnel with its resources, weaving to-
gether leaders, experts, workers, machines 2 and raw mater-
ials. At the .same time it continually evaluated how well it
is performing and tries to adjust itself accordingly in
order to achieve its goals......, all this allows organ-
izations to serve the various needs of society and its
citizens more effeciently2than smaller and more natural
human groupings......
Organizations, which bear many synonyms for the term such
as burearcracy, institution, etc., are in fact social units (or
human groupings) deliberately constructed, and reconstructed
Robert Presthus, The Organizational Society, New York: Knopf,
1962, p. 134
2 Amitai Etzioni, Modern Organizations, Prentice Hall Inc. Engle-
wood cliffs, New Jersey, 1964 p.1
2to seek specific goals.1 Corporations (both business and non-
business), armies, schools, hospitals, churches and prisons are
included while tribes, ethnic groups, friendship groups and
families are excluded. According to Etzioni2, organizations are
characterized by:
1. Divisions of labor, power and communication.
responsibilities, divisions which are not random
or traditionally patterned, but deliberately
planned to enhance the realization of specific
goals.
2. The prensence of one or more power centers which
control the concerted efforts of the organizations
and direct them toward its goals these power centers
also must review continuously the organization's
performance and re-pattern its structure, where
necessary,, to increase its efficiency.
3. Substitution of personnel, i.e. unsatisfactory
persons can be removed and others assigned their
tasks. The organization can also recombine its
personnel through transfer and promotion.
Of all the resources utilized by an organization in achieving its
goals, human resource is the most important.3 Generally speaking, the
less the organization alienates its personnel, the more efficient it
is. Satisfied workers usually work harder and better than frustrated
ones.. But unfortunately, one of the most important problems of modern
organizations, as pointed out by many social scientists, is how to
construct human groups that are as rational as possible, and at the
1Talcott Parsons, Structure and Process in Modern Societies, Glencoe,
Illinois, The New Press, 1960, p. 17
2Etzioni, Op. Cit. t p. 3
3 Ibid., p. 2
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same time produce a minimum of undesirable side effects and a maximum
of satisfaction. The increase in the scope and rationality of organ-
izations has not come without social and human cost, Many people who
work for organizations are deeply frustrated and alienated from their
work. Instead of being an obedient servant of the society, organizat-
ion has' som eti111es becomes its master. However, it. is also widely agreed
that the undesirable side effects do not outweigh the benefits of
organizations. Hence, thorough understanding of ..the structure and
other aspects of organization will enhance life happiness as well as
life enrichment.
I-2 Power and Communication in Modern Organizations
Power, according to Robert Bierstadtl, is required to inaugurate
an organization in the first place, to guarantee its continuance, and
to enforce its norms. It stands behind every organization and sustains
its structure. Without powe-r there is no organization, and without
power there is no order. The intrusion of the time dimension and
the exigencies of circumstances require continual readjustments of
the structure of every organization, not excepting the most inelast-
ically organized, and it is power which sustains it through these
transitions.
Furthermore, proper power structure within the organization-
both formal and informal power - will increase efficiency, reduce
frustration and anxiety, and thus brings along maximum satisfaction
to its personnel.
Simultaneously, an organization cannot exist without a commun-
ication network. By its own definition, communication, in the broad-
est senses is the resolution of uncertainty. It effects better
Robert Bierstadti "An Analysis of Social Power", American Sociological
Review, Vol. 15, Dec. 1950, pp. 730-736
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understanding among the members both in official and personal
mattersenables them to get along together in harmony and re-
duce their anxieties and frustrations by means of accurate re-
plication of ideas.
Four major goals have been noted by Harry H. Grace in commun-
ication.1 These goals not only include the functional one, but also
those of the manipulative, the aesthetic and the confidence. They
are all essential to the smooth functioning of an organization.
I-3 Purpose and Objectives of the Study
Various studies have been done by western, mostly American,
researchers and scholars on the communication network (Guetzkow
and Bavelas) or the power structure within organizations (French,
Cartwright, Zander, Kahn, and Tannenbaum).Yet they only treated these
two variables separately and seldom related them together and measured
the effects of one on the other. In view of this, it would be useful
to conduct a study on the effect of power structure on commuication
patterns in organizations, especially in Hong Kong where no such
studies have ever been attempted.
Besides the non-existence of previous studies of this type, Hong
Kong, with its industrial and commercial prominence in Southeast Asia
is a unique place due to its mix of people from different countries.
It would be interesting to see whether there are differences between
Hong Kong organizations and organizations in Western countries in res-
pect to these two aspects.
From an academic view-point, it is also hoped that this study
will give some insights to administrators in Hong Kong in the
management of their organizations, and also add something to the
construction of theoretical models in both power structure and
1See Harry H.Grace,"Confidence,Redundancy and the Purpose of
Communication",Journal of Communication, Spring 1956, pp.16-73
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communication patterns.
Finally, it is hoped that findings of this study will help
to fulfill one of the important objectives of this study- to
stimulate further research in these fields.
I-4 Scope of the Study
This study is confined to two selected local business organ-
izations. It tries to explore the several fundamental features of
their power structure and communication patterns, to find out the
effects of the former on the latter, and to test the validity of
several working hypotheses as used in Western researches.,Due to
limited resources and time, the findings are by no means compre-
hensive enough to represent all the business organizations in
Hong Kong, not to mention the non-business organizations.
Although the power and the communication subsystems do interact
with each other within an organization', our emphasis here is only
on how the power subsystem defines the power of organizational actor
to judge, command or otherwise act to influence the behavior of
others in both task and non-task dimensions and hence to affect
their communication channels, regardless of how the latter influence
the former. In other words, the power subsystem will be treated as
independent variable, while the communication subsystem will be treated
as dependent variable.
Since most of the organizations have both the f orl-ilal and informal
structures, this study also takes the informal power structure and the
informal communication network into account. In fact, as the results
of the Hawthorne experiments showed, informal aspects are no less
important than the formal aspects due to its latent influences to
the smooth functioning of the organization concerned.
1 See Fredrick E. Webster, Jr. Yoram Wind,"A General Model for
Understanding Organizational Buying Behavior, Journal of Marketing,
1972.
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I-5 Methodology of the Study
One of the local organizations selected for study is a watch
company (Company A) and the other one is an oil company (Company B).l
In fact, they are sales agents of a Swiss firm and an American firm
respectively.
Company B has a history of more than twenty years of operation
in Hong Kong. Its sales comes mainly from petroleum products and
chemicals. The company is under a managing director who is directly
responsible to the head office in New York. The company has a total
work force of about 200, of which 80 are working in the central office
under five departments, each having a manager who is responsible for
the department.
The writer has the opportunity of working as a student-trainee
in the central office of Company B for a period of three months in
last summer. During this period, he was able to obtain, through
participant observation and discussion with the company staff,
information about the informal aspects of power structure and comm-
unication patterns of this company. The personnel studied were those
who worked in the central office,and those who worked elsewhere were
not included in the subject population. The complete organization
chart of Company B is attached in Appendix A-l.
Company A has a shorter history in Hong Kong and a smaller
personnel set-up. It has been established for about 10 years and its
total work force is only 47. All of them are working in a general
office. The organization chart of this company is attached in
Appendix A-2.
The reason why this company is selected is because the writer
happens to be a good friend of its office manager and the accountant.
L The names of these two companies are deliberately disguised.
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This friendship was very helpful in data collection from this
company.
Before the actual collection of data, an investigation of
Company Ats entire set-up was carried out so as to gain better
understanding of the company and, at the same time, to provide
a more valid basis for setting the questionnaire. This was done
through thorough discussions with the accountant of the company,
from which information about the number of sections in the company,
the number of people in each section, as well as the company's
objectives and its general policy toward employee relationships
were obtained.
In the actual process of data collection, each individual in
every section Was requested to fill out a questionnaire containing
43 questions. Of these, 16 concerned with the formal aspect of power
structure, the remaining 27 were concerned with the formal commun-
ication patterns.l Before filling out the questionnaire, each subject
was assured that his or her name will be kept anonymous and the answers
given will be kept in strict confidence.
The chi-square test, using a significant level of 0.05, is
employed to find out the relationship between formal power and
formal communication from the collected data. Such test is chosen
simply because it is the most appropriate statistical tool in
finding the relationship among norminal data. If significant relat-
ionships were found between the formal power variables and the formal
communication variables, the strength of the relationship will then
be tested by computing the 2 which has possible values ranging from
0 to 1.
Finally, various communication networks, both intra-group and
intez-group, are constructed according to findings with respect to
the power variable.
1.The sample questionnaire is attached in Appendix B.
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CHAPTER II Derivation of Working Hypotheses- A Brief
Review of the Literature
II-1 Power Structure
A. The Concept of Power
According to Tawney
Power is thus awful and fragile, and can dominate
a continent, only to the end to be blown down by a
whisper. To destroy it, nothing is Liore required
than to be indifferent to its_:. threat, and to prefer
other goods to those which it promises. Nothing less,
however, it required also.
This description of power may be a little e grated. However,
it does represent a very important characteristic of power, namely,
power will become an empty concept unless somebody, who is subjected
under it, recognizes its existence.
As with so many concepts in the social sciences 2 there is an
elusiveness about power that endows it with an almost ghostly
qualityT
we know what it is3 Yet uu:o encounter endless
difficulties in t r J-ing to define it. We can tell whether
one person or group is more powerful2than another, yet
we cannot measure power properl.
The disagreement among researchers as to what constitute power
is inseparably linked with the methodology of measuring it. In fact,
to Danzger, although the primary concern of scholars has been meth--
odological weakness in the study of power, the basis for it is a lack
of conceptual clarity.3
1 R.H. Tawney, Equality, London: Allen and Umrin, 1931, p. 229
2 Herbert Kaufman Victor Jones, The Mystery of Power, Public
Administration Q, arte rly, No. 14, 1954, p. 205
3 See M.H. Danzger, Community Power Structure: Problems and
Continuities", American Sociological Review, Vol. 29, 19649 p. 712
Many social scientists have used the term 'power',' i Ynfluence',
'control', 'authority', 'leadership' interchangeably, and in doing so,
they have added considerably to the confusion. For example Agger
and Polsby2 use the term s power t and 'influence' interchangeably, and
Floyd Hunter refers to the 'men of authority' as power and influence
leaders.3 However, some authors have attempted to distinguish between
them. They agreed that both terms refer to relationships between persons
and/or groups. Thus, Rossi conceives power to be a relationship in
which individual A affe cts the behavior of individual B be cause A
would employ sanctions if B did not comply with his wishes, and
influence to be the case in which B's behavior is affected in the
absence of sanctions.4
D'Antonio and Form view power as being composed of 2 elements:
authority, which is based on the position a person holds in a formal
hierarchical structure, and inf luen ce$ which is the more subtle
phenomenon of power manifested in the willingness of people to obey
others who lack formal authority. They obey because they, have respect
or esteem for or fear of the person, office, group, etc., and in its
extreme form, it becomes charisma.5 They further point out
Authority and .influence are closely related phenomena. Both
are necessary for the efficient wielding of power, but the
fact that they are rarely in op timura balance creates issues
in the distribution of power.
R.E. Agger D. Goldrich, Community Power Structure and Partisanship,
American Sociological Review, Vol. 23, 19589 D. 323
Nelson W. Polsby, Community Power and Political Theor New Haven,
New York University Press, 19 3, P• 3
Floyd Hunter, Community Power Structure, A Study of Decision Makers,
Chapel Hill: University of E. Carolina Press, 1953, p.2
Peter_ H. Rossi, Community Decision baking, Ad..inistrative Science
Quarterly, Vol.1, 1957, p• 425
W.V. DtAntonio W .iI. Form, influentials in T`:-To Border Ci ties 9
University of Notre Dame Press, 1965, P. I.I.







Max Weber defines power as " the chances of a man or a number
of men to realize their own will in a communal action. even against
the resistance of others who are participating in the action."1
Others who see power as a potential include: Schulze 2, Haer3, and
D'tArntonio and Ehrlich.4
However, out of all the definitions on power, the one offered
by Richard M. Emerson may be considered the best.
Emerson begins with the notion that the power of one person
resides in the dependency of another; the more dependent the other,
the more power the first person has over him. Power then rests on
supply and demand. If you need something which another person can
provide, you have demand and he has supply, and he thereby has a
potential base for rower. The degree of your dependence - and thus
the degree of the other's power- is related to the intensity of
your need as wrely as the difficulty of finding other suppliers.5
1 Han Gerth & C. Wright Mills (ed.) From max Weber: Essays in
Sociology, N.Y. Oxford University Press,1946, p.180
2 H. Schulze, Bifurcation of Power, pp. 20-21
3 John L. Haer, "Social Stratification in Relation to Attitude
Toward Source of Power in a Community", Social Force, Vol. 35, p.137
4 W.V.D'Antonio & H.J.Ehrlich, Democracy in America:Retrospect
& Prospect, Notre Dame University Press, 1961, p.132
5 See J.D. Thompson & R.D.Van Houton, The Behavioral Science: An
Interpretation, Addison-Wesley Publishing Go. Massachusettes,1970,
pp.149-150
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B. The Structure and Dimension of Power
An analysis of power structure shows that power alone has the
following dimensions:
1. The Bases of Power:
According to French and Raver, 1 list of resources of
power usually contains:
a. Traction Power: based on Liking of a certain power
b. Expert Power: based on perception that one has superior
knowledge and information
c. Reward power: hased on one's ability to mediate rewards
d. Coeroive Power: based on one's ability to mediate punish-
gent
e. Legitimate Power: based on one's rights to prescribe behav-
ior.
Actually, in the study of the formal aspect of modern business
organization, we are mostly concerned with the expert power and the
legitimate powerk simply because in most gomplex organizations, those
who have the above two types of power also have both reward and go-
ercive powers.
on the other hand, the informal power structure within an organ-
ization may have nothing to do with the expert power and the legitimate
power. The leader of the informal group usually exerts his influence
through the traction power which manifests from his persdnality traits.
1 John R.P. French, Jr."A Formal Theory of Social Power", in
Group Dynamics: Research and Theory, ed. by Dorwin Cartwright
& Alwin Zander, Harper & Row, 1968, p.585
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2. The Weight of Power
If we look at the concept of power in a general way, we will
find it necessary to introduce certain additional distinctions having
to do with the effects of power. For one thing, we recognize important
differences in the probability increments which can be introduced for
certain responses to certain stimuli. We say that A is exercising
power over B if A can at his choice affect the probabilities that B
will act in a certain way in certain circumstances. But A may affect
those probabilities only slightly, or he may affect them enormously.
He may have virtually complete control over B's behavior, moving the
probability of a certain response on B's part freely from zero to one
or back again. This specification of how much A influences B has been
referred to as the weight, intensity or degree of power.
When the weight of power is maximal, according to Kaplau,1
we may speak not of power or influence, but of control. Thus,A
has control over B when the weight of A's influence over B is
maximal; i.e. A is capable of altering the probability of B's
behavior through the maximum range. He can make certain that B
will refrain from some specific act.
3. The Domain of Power
The power which one person has differs from that of another
not only in weight but also in extension, that is, the range of
persons or groups influenced by it.2 We may conviently identify this
as a second dimension of power; call it the domain of power. Domains
1 Abrahan Kaplau, Power in Perspective, The Free Pres,N.Y. 1965, P.13
2 Ibid, p.14
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may overlap one may be wholly included in another. They may also
wholly outside one another. We often say that the amount of power
has increased when the domain is extended.
4. The Scope of Power r
If A can affect the probability that B will respond in a certain
way to certain stimuli, this would imply a range of B's response that
are accessible to A's influence and a range of stimuli from A that
can evoke these responses.
An indivi. duel may be able to exercise a considerable degree o1'
power over a certain individual with respect to one kind of behavior
and virtually none with respect to another. This differentiation of
influence, according to Kaplau, is termed the scope of power)
1Kaplau,Op.cit.p.15
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C. Some Major Findings on Power Structure
Concerning the weight of power, different authors have laid
different emphases on different factors for its explanation. The
major factors involved may be briefly stated below:
a. Dependency: Blau had found that the more employees prefer
their own job to any possible alternatives, the more dependent are
they on their employer and the more power does he have over them.1
Simultaneously, he also found that the threat of being fired is the
most common weapon or negative sanction that gives any employer power
over his employees, enabling him to enforce their compliance with
his directive.2
However, Secord and Backman argued that the increasing use of
coercive power not only increase the likelihood of conformnity, but
also arouse resistance to conformity. This will reduce the employer's
power over his employees because resistance to conform wwrould. in turn
reduce the leader's attraction and thus reduce communication.3
b. Expertness: In his "Air Force Study",4 French acme to the
conclusion that expertness is one of the most important factor which
contributes to effective leadership.In other words, expert power is
one of the most important resources within the power structure.
c. Legitimacy: Also in his research done on the legitmacy of
power, using the University of Michigan students as samples, French
had found that legitmate leaders are more influential than illegitimate
ones.5 That means the more illegitimate power that the leader has, the
less influential he will be.
1 Peter Blau, Exchange and Power in Social Life, N.Y:Wiley, 1964,p.120
2 Ibid, p.116
3 Secord & Backman, Social Psychology, McGraw Hill Co.1964, p.269
4 See John R.P. French, Jr."Air Force Study",1956
5 See John R.P. French, Jr."A Study on Legitimacy of Power", 1953
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Robert Kahn and Arnold Tannerbm' s findings are so .ewhat
indirectly supporting French's finding on legitimacy of power. In
their attempt to find out how influence was distributed in organ-
izations and which patterri of influence made for the greatest
effectiveness, they found that the heirarchial pattern is the most
effective one, and influences are made on top level such as the
president, board of executives, general managers, etc.1
d. Personality: The Hawthorne Study has found that the influences
of the informal group on employees' behavior within an organization
was to a tremendous extent. Such informal group has its own power
structure. It has its own leader, who is uaually not. a task leader
but an social emotional-one. His influence on other people is not
based on legitimacy, nor his expertness on his formal job, but on
his traction power, i.e. personality.
e. Problem Sol_v-in: Kenneth Arrow pointed out that there is an
essentiality of a leader in an informal gxoup.2 His emphasis is that
leaders of such informal groups are for resolving group conflicts as
well as guiding the group in decision raking. In other words, he
considers that informal leaders are both task-oriented and social
emotionally oriented.
In summing up, we may come to the following conclusions concern-
ing the power structure within an organization:
1. An individual's formal power within an organization is mainly
depending on his position in the heirarchy (Legitimate Power),
and on the special knowledge and experiences he possesses
(Expert Power) with respect to his job.
1Arnold Rose, The Power Structure, McGraw Hill, 1956, pp. 19-23
2Kenneth Arrow., Social Choice and Individual flues, 2nd ed.
New York: Wiley 19639 p. 223
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2. Personality (Traction Power) is the key factor which
determines an individual's influence within his informal
group.
3• Reward Power, Punish nt Power as well as Coercive Power
are a corollary of legitimate power and expert power.
11-2 Communication Network
A.* Basic Concepts of Communication
In a general sense, communication may be defined as" all
sorts of verbal or non-verbal activities., including language, gestures
and physical movements which convey messages between two or more
persons who have mutual understanding about what each other is doing."
More specifically, communication includes the folJ.owirg
contents:
lo More than one person is involved
2. Verbal or non-verbal activities as media
3. The sender and the receiver of the message must know
or understand what the activities mean.
Johnson, Kast and Rosenzweig define communication as
"...... a system involving a sender and a receiver, with implications
of feedback control."2
With these points in mind, we may say that communication is
a process which involves the transmission and accurate replication
of ideas ensured by feedback for the purpose of eliciting actions
which will accomplish organization goals. Both understanding and control
are the essential elements of effective communication.
John F. Cuber, Sooio1o, McGraw Hill, 1965, p. 343
R.A. Johnson, F.E. Kast & J.E. Rosenzweig, "Systems Theory and
Management", Management Science, Jan. 1964, p. 380
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The communication process is composed of the following factors:1
1. The act: language symbols usually serve the purpose. Others
such as action., facial expressions, intonations of the voice and.
so on are considered as acts.
2. The scene: the scene refers to the environment of communicationl
It determines what is said' what symbols are used and often,
the meaning of what is said.
3. The agents, typically, a sender and a receiver are involved'
frequently interchanging these roles as the communication
situation develops.
4. The agency: the media., such as face-to-face talking., written
orders and memos, telephones, public-address systems.
5. The purpose: refers to the objectives sought by engaging in
the communication process.
B. Some Major Findings on Communication Structure
A major feature of communication networks is the extent to
which each person has direct access to other members of the group.
A person may occupy a central position, where he is able to commun-
icate directly with many other members, or he may be in a peripheral
position e where he can communicate only indire qtly through a third
person with most members.
Using this centrality-peripherality concept, four types of
communication patterns were proposed by Leavitt: the circle y the
2
chain, the wheel and the Y. These are shown in the following diagrams:
The Circle
The Mlair
1 C.M. Badcook,A Dynamic Theory of Communication, Journal of
communication, May, 1952, pp. 65-68
2 H.J. Leavitt, Some Effects of Certain Communication Patterns,
Journal of Abnormal Social Pscholomy9 1951, Vol. 46, pp. 38-50
18
The Wheel The Y
In his experiments of testing the effectiveness of the above
patterns in informal setups, Leavitt came to the conclusion that
group members agreed, on the leader and. established a stable struct-
ure most rapidly when they were organized according to the Wheel
type, next effective was the Y type, and the least effective was
the Circle type. 1
A series of studies by other investigators help to explain why
performance and power are related to centrality. Trow, (1957)2 and
Shaw (1954) 3 suggested. 'that the relatively y independent position of
the person in the center in contrast to the dependence of persons
at the periphery leads other members to perceive him as the leader,
leads him to perceive himself as a leader, and accounts for his
higher satisfaction and power.
Guetzkow' on the other hand, laid emphasis on the formal aspect
of the organization and pointed out that the Y pattern is the
typical foomal co-nmunication pattern in business set-ups. The flow
1 Leavitt, Ope Cit,, Do 4-2
2 D.B. Trow,"Autonomy and Job Satisfaction in Task-Oriented Groups",
Journal of Abnormal Social Psychology,Vol.54.1957.pp.204-209
3 H.E.Shaw,"Some Effects of Problem Solution Efficiency in Differ-
ent Communication Networks"Journal of Experimental Psychology,
1954.Vol.48.pp.211-217
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of communioation is usually from top downwards to the lower ranks.1
Upward formal communication is less frequent because of restraining
forces whioh limit free communication due to the existences of the
power structure.In other words.the one who has greater power will
have a wider formal communication network within the organization.
Finally,Zajonc found that staff employees have wider formal
communication contacts than line employees:within each function,
higher heirachical levels have wider formal communication contacts
than lower heirachical levels.2
1 See H.Guetzkow,"Communication in Organizations".Handbook of
Organizations,ed .by J.G.March,Rand Ncnally & Co.1965.
2 See J.G.March(ed),Handbook of Organization,Rand Mcnally & Co.
1965.p.539
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II-3 Derivation of Working Hypotheses
Based on the conclusions we have drawn on power structure and
the findings on communication networks, we may establish the follow-
ing assumptions and their associated working hypotheses:
Assumption I: If we relate legitimate power and expert power
to Zajonc's findings that staff employees have
wider formal communication contacts than line
employees and that, within each function, higher
heirarchical levels have wider formal communication
contacts than lower heirarchical levels, then,
Hypothesis I: Those indiviralual employees who have greater formal
power will have wider formal communication networks,
and
Hypothesis II: Those individual employees who have expert power
will have a widder formal communication network
than those who have not.
Assumption II: If Guetzkow's findings on formal communication are
related to legitimate power, then,
Hypothesis III: The one who has most or highest formal power will
be on top of the heirarohy and the communication
pattern will be of the "Y" type.
Lssumption III: If traction power is the most influential resource
in informal power structure, then,
Hypothesis IV: The leader of the informal organization may not
hold important position in the formal heirarohy.
Assumption IV: If we relate Leavitt's findings on group commun-
ication patterns to Kenneth Arrow's idea that the
function of informal leaders is to solve group
conflicts. and to guide group in decision making, then,
Hypothesis V: The informal leader should be holding the central
position in the communication network and the commun-
ication uattern will be of a "Wheel" share.
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CHAPTER III Power Measurement
III-1 Measurement of Formal Power
The measurement of formal power in this study mainly
follows the method proposed by Rocco Carzo, Jr. and John N.
Yanonzasl, with some modifications.
According to Carzo and Yan©nzas., power relationship is
based on the fact that each party to the relationship possesses
something valued by the other party. Thus each is dependent upon
the other for gratification. Dependence provides the basis upon
which one party may control the behavior of the other or induce
him to produce an intended result. Following Emerson's definition




The first equation says: the power of A over B is equal
to, and based upon, the dependence of B upon A. The se Bond e quatio
is just the reverse of the first equation.
However, what this study mainly deals is not the above
mentioned balanced power-dependence relation. Instead,, in the
formal organization set-p, one party to a power relation is usually
to the heirarchy of authority. Thus there exists the unbalanced
1 See Rocco Carzo, Jr. and John N. Yanonzas Formal Organization:
A System Ap roach, Richard D. Irwin and the Dorsey Press, Home-
wood, Illinois, 1967 9 pp. 209-229
2 Thompson Van Houton, Op. Cit., pp. 149-150
more powerful because he is less dependent than the other party due
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power-dependence relation, which may be represented as follows:
Pab=Dba
Pba= Dab
These equations sa.: the power of A over B is greater than
the power of B over A, and (or oecause) the dependence of B upon
A is greater than the dependence of A upon B.
Furthermore, power exists over, a limited number of poeple
under limited conditions. In other words, a person:!s or roupts
power does not extend to all people, and when it does exist, it
does not cover all circumstances or all time periods.l Hence,
in the measurement of power, conditional weights should be imposed.
In this study, for the measurement of formal power, question-
naire is set in such a manner that conditional weights are taken
care of.. Questions are mainly close-ended and each operates along
a five point continuum. Subjective weights are being assigned to
each of the five possible answers, ranging from one to five accord-
ing to the degree of the power-dependence relation.
The less an individual depends on others in performing his
formal job, the more indivi dua--i formal power he is supposed to have.
Hence, he receives a greater weight which will directly affect his
power valence.2 At the same tune, an individual's formal power
position within his work group will be directly proportional to his
importance in the decision-making process. The more the other members
1See Dimensions of Power in Chapter II.
2Peer valence is the term designated to indicate the amount
of paver in quantitative terms..
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depend on his. inforiaai ions and assistance, the greater weight
he will receive and thus the higher his power valence.
Within organizations one makes other dependent upon him by
controlling access to information, persons. and instrumentalitiessl
1. Information: include knowledge of the organization, knowledge
about persons, knowledge of the norms, procedures, techniques
and so forth.
2. Persons: include anyone within the organization o)2 an.irone.
outside the organization upon whom the organization is in
some way dependent.
3. Instrumentalities: include any aspect of the physical plant
of the organization or its resources(equipment, machines,
money, and so on.
To limit the scope of formal power relation, questions in our
questionnaire concern only with the above-mentioned information
aspect within a work group or between different work groups within
the organization. This is because the information aspect is considered
the most relevant variable in affecting communication. Other power-
dependence aspects are considered irrelevant and hence not included
in the measurement of formal power.
A. Individual Formal Power
An individual's formal power within the organization is measured
in this study by assigning subjective weights to the answers he/she
has given to several specific questions. For instance, in Question
5: Do you depend on employees within your work group to provide you
1.David Mcchanici Source of Power of Lower Participants in Complex
Organizations, Administrative Science Quarter1y, Dec. 1962' p. 352
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with information and/or resources necessary to perform your job?







Even though other questions use different wordings in the
answers provided, the assignment principle and process are the
sane as for Question 5.
The following is the overall assignment of subjective
weights to individual foraal power:
Subjective Weights AssignedQuestion No.
Rarely Some times Often AlmostUsually
Always
2 14 355
6 2 14 35
2 14 357
2 3 4 59
2 110 345
11 21 3 4 5
213 14 35
In addition to the above seven questions, Question 12 is also
included in the measurement of individual formal power. The assign-







May Be Affected 2
1As Usual
After the weights from all the relevant questions are obtained,
they are added together and the sum is then divided by the total
number of questions to get the average score. Such average score
represents the power valence an individual possesses in the or-
ganization. For instance, individual Ats weights from the above
eight questions are: 5, 5, 4, 4, 3, 3, 2, 1, then his power valence
will be
5 +5 +4 +4 +3 +3 +2 +x
3.375
8
When the power valences of all the members of the organization
have been obtained or computed, the one who has the highest power
valence will be the one who has the highest formal power. Simultan-
eously, when individuals are being classified in terms of their
work sections, the one with highest formal power within his/her
work section can also be found out.
Since the assignment of weights is along a discontinuous
scale, ranging from 1 to 5, the power valence thus computed for
each individual must also be within this scale. In other words..
the lowest power valence for any individual will never be less
than 12 and there will be no individual possessing a power valence
of over 5.
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B. Group Formal Power
Question No. Subective Weights Assigned
Rarely Sometimes Often Usually Almost
Always
14 2 14 35
16 2 14 35
These two questions are used in finding out the group's formal
power position in term of job dependence. After all the weights for
all the group members are collected, the power valence of the group
is computed as follrss:
If five of the seven group members answer Question 14 with
Sometimes and the other two Often v then the group's overall
score on this question is:
Similarly, the overall score of Question 16 can be computed
in the same manner.
After obtaining the overall scores fOr these two questions, we
add them together and divide the sure by two to obtain the power
valence for the group, For example, if the overall score of Question
14 is 3.71 and that of Question 16 is 2.29, then the power valence
of the group is:
When the power valences of all the wore groups within the
organization are compute dt we will know which group considers
itself as the most powerful one.
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In addition to such group self-evaluation of its own power,
every member of each work group within Company A is asked to rank
all the other six groups according to their importance in assisting
his/her work group in job-related problems. This is to measure
group. formal power from a more objective standing and is measured
by Question 15. From this question, the formal power relationship,
between different work groups will be found. If six out of seven
members of Group A rank Group B first along their heirarchy of
importance, it means that Group A is more or less heavily depending
on Group B in job-related problems. Group B, therefore, has greater
formal power among the two groups.
When responses from all the work groups are analyzed, a total
picture of the formal power relationship among the work. groups within
the organization will be derived.
III-2 Measurement of Informal Power
This is mainly based on participant observation and. casual
discussions with the staff of Company B. The main purpose is
find out who is the individual chosen as Mr. Good-Man of the
company.
Every year, during Christmas time, all the staff of Company
B will be invited to attend a party held by the General Manager.
During the party, Mr. Good-Man of Company B'' will be chosen by
all the staff in the form of balloting. Members of the company
are asked to check from a name list the person whom they like
most. The one who receives the .majority of the votes will be
entitled Mr. Good-Man of Company B'' for that year.
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This method of selecting the informal leader is very closely
related to the sociometric method proposed by J.L. Morene1, and
is therefore considered the appropriate method for measuring
individual informal power for this study.
In addition to this, the following aspects are also explored.:
1. The formal position of "Mr. Good-Man".
2. Reasons why he has been chosen.
3. The length of his service in the company.
4. What type of leader he is.
5. Who else can replace the leader's position in the informal
group, and what is his/her position in the formal heirarchy.
6. The structure of the informal organization.
On the other hand, even though there is no such title as
"Mr. Bad-Man of Company B", the one who has relatively low or
even no informal power at all is also found through numerous
contacts with the company staff. He is, in fact, the isolate. In
addition, the following related aspects concerning this individual
are examined:
1. His formal position in the company.
2. Reasons why he has no informal power.
3. His attitudes toward the other group members.
4. His length of service in the company.
1 See Broom * Selzniok, "The Technique of Sociogram", Sociology:
A Text with dated Jeadirgs, Harper & Row, N.Y. & John
Weatherhill, Inc. Tokyo, 4th ed. 1968, pp. 148-152
29
CHPTR IV Anlyis of Findinrs and Construction of
Comaunication Networks
IV-1 Effects of Individual Formal Power on Communication Networks
A. Distribution or lndividual Formal Power By work Group.
Even though there are altogether seven work groups in
Company A, only six of them will be included in our sample for
analysis. This is because the Advertising Section has only one
staff and is therefore considered unrepresentative.
After analyzing the data, the individual formal power
distribution among work groups is summarized as follows:
Table 1: Individual Foral Power Distribution-
Accounting Section





Table 2: Individual Formal Power Distribution-
Sales Sectio
Power ValencePosition of Respondent
Sales In-Charge 4.125




Computation of power valences is attached in Allendix C
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Table 4: Individual Formal Power Distribution-
Stock Control Section
Power ValencePosition of Respondent
4.375Stock Control In-Charge






Computation of power valences is attached in Appendi.X C
Table 5: Individual Formal Power Distribution-
Shipping Section
Power ValencePosition of Respondent
Shipping In-Charge 3.99














Table 6_ Individual Formal Power Distribution-
Invoicing Section
Power ValencePosition of Respondent
4.25Invoicing. In-Charge




Computation ofower valences is attached in Appendix C
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From the above six tables, it can be seen that all the in-charges
are the ones who posses the highest formal power valences within his/
her work group. This means that those holding higher positions in the
formal heirarchical setup have greater formal power than those in
the lower positions of the formal heirarchy.
The same is true at the assistant-to level. All of them have
higher power valences than the subordinates, except in the :Technical
Section where Technician A has a formal power valence higher than
that of the Assistant to the Chief Technician.
The whole picture of the distribution of individual formal
power can be clearly seen when the positions are classified into
the supervisory level, the assistant to supervisory level, and
the subordinate level, and the averages of the power valences. of
each level are taken. The average power valences of these three
levels are, respectively, 4.38, 2.573, and 1.817.
From the above analysis, only the supervisory level has a
high formal power. The other two levels have relatively low formal
1
power.
Table 7: Distribution of Average Individual Formal Power
By Position Levels
Name of SectionPosition Level






1 High and Low formal power is determines Dy an operationally
defined cte.marca-tlon point of 3 along tue )-poin-i power va.Lence
0 uflu1 IIUUf.
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Finally, when power is viewed on an individual basis, 7 out
of the total 44 respondents fall into the high formal power category.
The other 37 are of the low formal power category.
B. Relationship Between Individual Formal Power and Formal
Communication Patterns
The relationships between an individual's formal power and his
formal communication patterns are analyzed in terms of the following
dimensions:
I. Individual Formal Power and Formal Communication Flow
Within Work Group
ao Information Supply
When relating an individual's formal power to the
job-related information he/she supplies to his/her group members,
it is found that the two variables have a significant relationship
with each other.










12 0 378 3Low
(12.43) (6.34) (0.45)(10.09) (4.21)
4441214 5Total 9
14
X2 = 15.84>9.488 = 0.36
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With a X2 of 15.84, which is greater than 9.488, indicates
that there is a significant relationship between an individual's
formal power and his/her information supply. This means that the
more an individual has formal power within the work group, the
more frequent that he/she will supply job-related information to
other group members.
A close look at the above table will enable us to see that
the majority (4 out of 7) of those having high formal power indicate
that they almost always supply information to other group members,
and none of them do it rarely or even sometimes.
On the other hand, most of those belonging to the low power
category rarely supply job-related information to other group members,
and none of them do it almostly always.
b. Information Dependence
Another way of seeing how individual formal power influences
communication flow is to relate an individual's formal power to
his/her information dependence on other group members in performing
his/her job.
Just opposite to information supply, an individual's information
dependence within his/her work group is found to be inversely pro-
portional to his/her formal power. The significant X2 value (Table 9)
indicates that those having high formal power are less dependent
on others' information in job-related problems, while those having
low formal power are highly dependent.
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Rarely Sometimes Often Usually TotalIndividual Always
Formal Power
2High 23 0 0 7
(0.48) (1.59)(0.64) (1.59) (2.61)
Low 1 8 10 17 37
(3.36) (2.52) (8.41) (14.39)(8.4l)
Total 10 171034 44
Both findings from information supply and information dependence
in job-related problems in intra-group situation enable us to conclude
that information flow is from top to bottom along the formal heirarchy.
However, when we compare the 2 values, we find out that the
relationship between individual formal power and information depend-
ence is stronger than that between individual formal power and inform-
ation supply. This implies that formal power has a stronger influence
on an individual's information dependence than his information supply.
In other words, the lower an individual's formal power, the greater
is his/her dependence on others for job-related information. At the
same time, he/she may supply information to his supervisor, and that
is why there is a difference between the two relationships.
X2=21.33>9.488 = 0.49
36
c. Intra-Group Communioation Network,
When individuals from each section were asked to name the
one whom they usually discussed job-related problems with, all
those at the assistant-to level and at the subordinate level
indicated that they usually discussed with the supervisory level.
Furthermore, when they were asked to name the one besides the
supervisor, the following findings are obtained:
i. The Supervisory Level- All of the supervisors or in-charges
of the six sections named their assistants as the one whom
they would usually have communication in job-related problems.
ii. The Assistant to Supervisory Level- Most of them selected the
ones among their subordinates who have relatively high formal
power, except the Assistant to the Shipping In-Charge, as
their usual objects of formal communication within the group.
iii. The Subordinate Level- The majority would discuss their job-
related problems either with the assistants to in-charges
or the ones who have high formal power.
The following diagrams are the networks of formal communication
found within each section in Company A:








Main Formal Communication Flow
Secondary Formal Communication Flow
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Clerk A Clerk B Clerk C
1.75)(2.00)(1.625)






Te chni cian A
(3.25)
Technical Technician TechnicianTechnician Technician
Assistant EDB C
(1.50)(1.99)(2.00) (1.625)(1.25)
Main Formal Communication Flow
Secondar Formal Communication Flow
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Clerk EClerk DClerk AClerk BClerk C
(1.99) (1.50(2.125)(1.75)(2.00)












Main Formal Communication Flow
Secondary Formal Communication Flow
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Clerk A Clerk C Clerk B
(l.625)(1.425)(1.99)
All these diagrams show that besides the supervisors, those
who have higher formal power do have wider communication spans
within their sections. This means that the higher an individual's
formal power, the more he becomes the centre of communication flow
within the group in job--related problems. The most obvious one is
Technician A of the Technical Section. He is found to be occupying
a more important formal co.-nmunication position than the Assistant
to the Chief Technician
Main Formal Communication Flow
Secondary Formal Communication Flow
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d. Agency of Communication
Table 10: Individual Formal Power and the Agency
of Communication Within Work Group
P = 0.05
Agency Employed









It is found that there is no relationship between an individual's
formal power and the agency of communication employed within work
group. Six out of seven in the high formal power category indicated
that they usually adopted the face-to-face method in conveying their
ideas to others. Only one revealed that he usually employed the
written form.
In the low formal power category, all of them used the face-to-
face method.
Not a single person, either in the high formal power category
or in the low formal power category, indiccated that he/she would
use telephone or gesture as agencies to convey his/her job-related
messages to other group members.
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e. Individual Formal Power ana uu-csiae uon-cactis
When individual formal power is related to the span of out-
side communication network in job-related problems, it is found
that those who have high formal power do have more frequent out-
side contacts than those who have low formal power. The relation-
ship is found to be relatively strong, as indicated by the 2
value of 0.61.
Table 11: Individual Formal Power and Outside Contact
P= 0.05
outside Contact Almost








Even though one of those in the low formal power category claimed
that he almostly always had outside contacts in job-related problems,
the majority in that category indicated that they either rarely or
sometimes had outside contacts. The only one who almostly always had
outside contacts is found to be Clerk H of the Shipping Section and
whose duty was to check the shipping company to ensure punctual
delivery.
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On the contrary, none in the high formal power category
rarely had or sometimes had formal outside contacts. In fact,
most of them (4 out of 7) need to contact other people outside
the company in performing their duties.
However, when individual formal power is classified into
Expert Power and Non-expert Power (there are altogether 8 of them
fall into the first category, namely, the accountant, the chief
technician and six technicians), the relationship between expert
power and outside contacts is found as follows
Table 12: Individual Ex ert Power and Outside Contact
P= 0005
Outside Contact Almost
TotalRarely Sometimes Often Usually
AlwaysKinds of In-
dividual Power
22. 2 1 1 8Expert Power
3.09) (0.543.73) (0.91)(2972)
23 315 36Non-Expert 3
(2.46)Power (3.27) (4.09)(12.28) (13x91)
4415 17Total 34 5
With a Xc value of 2.90, which is smaller than the confidence
limit of 9.488 at a significant level of 0.05, we have to accept
the null hypothesis that there. is no relationship between expert
power and outside contacts. This means that the experts, i.e.
staff personnel in Company A, do not have a wider outside commun-
ication span than the non-experts, i.e.o. the line personnel.
43
2. Individual Formal Power and Formal Communication Flow Amon
Work Groups
a. Information Supply
There is a close relationship between an indiviauaj.' s
formal power and his frequency to supply job-related information
to other groups. 5 out of 7 in the high formal power category
almost always supplied other groups with information while no one
in the low formal power category ever did so. This is shown in
Table 13 below.
Table 13: Individual Formal Power and Information Supply
to Other Work Groups
P 0. 05








The entire distribution is just the other way round in the case
of the rarely column. All of the 16 people who indicated that they
rarely provided job-related information to other groups were from
the low formal power category.
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b. Information Dependence
Completely different from the information dependence in
the intra-group situation, there exists no significant relationship
between an individual's formal power and his dependence on other
groups for job-related information. This finding is indicated in
the following table:
Table 14: Individual Formal Power and Information










372 320 5Low 7
(3.36)7.57) (5.89) (2.52)(17.80)
444321 79Total
Explanation of this finding is that, due to the heirarchy of
work pro ce dures a.. group has to depend on other groups to furnish
it with job-related information. As a result, it is not the
individual's formal power that accounts for his/her degree of
dependence for information rather, it is his/her work group which
needs cooperation from other work groups in performing its jobs.
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c. Individual Expert Power and Span Of Inter-Group Communication
Another way of finding whether the staff personnel has a wider
communication network than the line personnel is to see whether the
former has a wider inter-group communication network than the latter.
Table 15: Expert Power and Information Supply to Uther groups
P = 0.05
Information SuDP1Y Almost TotalRarely Sometimes Often Usually AlwaysKinds of Individual
Formal Power
8219 12Expert Power




Table 16: Expert Power and Information Dependence on utner croups
P = 0.05











From Tables 15 and 16, we can see that tnose naving expert
power do not differ from those who do not have such power in terms
of supplying as well as receiving job-related information to and
from other groups. This means that the eFpertsy i.e. the staff
personnel, do not have a wider inter-group communication span
than the non-experts, i.e. the line personnel.
Again, we can come to the conclusion that the staff personnel
do not have a wider communication network than the line personnel.
d. Agency of Inter-Group Communication
When individual formal power is related to the agencies of
inter-group communication, unlike that in the intra-group situation
(Table 10), there is a significant relationship between the two
variables.
No one in the total population of 44 employed gestures to
discuss with other group members, However, there is a tremendous
increase in the employment of telephones, by both the high formal
power category and the low formal power category, as compared to
the intra-group situation. Face-to-face remains the dominant
method. No person in the low formal power group used the written
form, whereas 2 out of 7 in the high formal power group used it.
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e. Individual Formal Power and Directions of Communication Flow
In order to find out the general pattern of formal communication
within the organization, we have to examine the directions of commun-
ication flow. Analysis of this aspect is divided into the following
two parts:
1. Whether or not individuals, having different formal power,
will supply job-related information to other groups via
their supervisors. If so, is there any significant relation-
ship between their formal-power and their direction of
"outward" communication.1
Outward communication is the process whereby an individual
member of one group gives out information to members of other
groups.
X2 = 11.60>7.815 = 0.26
1
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2. Whether or not individuals, having different formal power,
will receive job-related information from other groups
through their supervisors first. If soy is there any
significant relationship between their formal power and
their direction of inward communication.1






TotalRarely Sometimes often usually
AlwaysIndividual
Formal Power
2 200High 3 7
(0) (2.23) (1.75)(0) (3.02)
0 160 12Low 39
(0) (0) (11.77) (10.25) (15.98)
11 4414 190 0Total
Inward cornlunication is the process whereby an individual










AlmostRarely Sometimes Often Usually Total
Individual Always
Formal Power
High 0 1 1 23 7
(0) (2.38)(0.14) (1.91) (2.55)
Low 0 0 11 12 14 37
(0.86)(0) (10.19) (12.62) (13.45)
Total 0 1 4412 15 16
From the above two tables, we can see that there is no significant
relationship between individual formal power and direction of commun-
ication. Individuals from both the high and the low formal power
groups do supply and receive job-related information from their
supervisors first.
Evej though bilateral communication does exist between groups,
few direct individual communication is found. In other words, when-
ever an individual wants to make any suggestion to other work groups,
he would give it to his/her supervisor for approval first. Simultan-
eously, whenever there is any idea or opinion given by other groups,
they would also be examined by the supervisor first. Even the super-
visors of the work groups themselves adopted such play-safe strategy.
Their proposals to other work groups were usually handed to their
supervisor, i.e. the Office Manager, for approval first and then he
X2 = 6.96<7.815
50
would pass them down to those concerned work groups.
From these findings, we can again confirm that the higher
an individual's formal power, the more he will become the center
of communication flows.
Since the supervisor is found to be the sole inlet in inform-
ation receiving from others outside the work group, and at the same
time, the sole outlet of information delivery to others outside the
work group, the formal communication pattern for each section will
be of a Y shape o This is in full accord with our Working Hypothesis
III.
IV-2 Effects of Group Formal Power on Communication Network
A. Distribution of Formal power Among Groups
1. Subjective Evaluation of Formal Power by Groups
Themselves
When groups were asked to evaluate their own formal
power, the results yielded the following foormal power distribution:
Table 20: Distribution of Formal Power Among Groups




Stock Control Section 2.29
Shipping Section 2.63
Invoicing Section 2.90
From the above distribution, we can see that the Technical
Section evaluated itself as having the highest formal power among
the six sections.
Computation of power valences is attached in Appendix D
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2. Objective Ranking of Formal Group Power By Other Groups
When individuals from each section were asked to rank the other
groups according to their importance to their own group with respect
to job performance, the distribution of formal group power is
entirely different from that obtained by groups' self. evaluation.
Table 21: Distribution of Formal Power Among Groups
By Objective Ranking
Ranking
Section 1st 2nd 3rd Total4th 5th
Accounting 12 11 5 407 5
Sales 11 11 85 394
Technical 0 0 1 28 367
Stock Control 11 2 6 12 6 37
Shipping l 12 10 6 290
Invoicing 15 8 11 14 39
Total 4444 44 44 44
The Technical Section is found to be least powerful among the
six sections in terms of its assistance to other sections. Not a
single individual from the other five sections ranked it first or
second. The majority (28 out of 36) ranked it as the least import-
ant to their own sections.
From findings in Tables 20 and 21, it is very hard to determine
which section has the highest formal power. However, when sections
are analyzed separately, we can immediately deduce the power-depend-
ence relations among the sections as follows
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1. The Accounting Section has relatively greater formal
power over the Sales and the Invoicing Sections-than
over the other sections. It has least power over the
Technical. Section.
2. The Sales Section has relatively greater formal power
over the Stock Control Section and the Accounting
Section than over the other sections. It has least
power over the Technical Section.
3. The Stock Control Section has relatively greater-formal
power over the Technical Section than over the other
sections.
4. The Technical Section has relatively weak formal power
over the other sections.
5. The Shipping Section has relatively greater formal power
over the Invoicing Section than over the other sections.
6. The Invoicing Section has relatively greater formal power
over the Shipping Section and the Accounting Section than
over the other sections.
7. The Accounting Section and the SAles Section has a reDip-
roca,l- formal power relationships. The same is true between
the Shipping Section and the Invoicing Section.
B. Effects of Group Formal Power on Communication Flows
Since no particular section in Company A is found to be the
most powerful one among the sections, analysis of group formal
power and communication flows is therefore mainly on a section-
to-section basis. This means that examination of the relationships
should be focused on the following two aspects:
a. Information Supply: to see whether those sections which
have relatively greater formal power over some particular
sections will supply more information to the latter than
to other sections.
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b. Information Receiving: to see whether those sections which
have weaker positions in the power-dependence relationships
will receive more information from sections which have
greater formal power over them than from sections which
have less formal power over them.




otalRarely Some times Often UsuallyRanking Always
lst 18 12 0 449 5
(8.8) (8.8) (8.8) (8.8)
2nd 12 13 8 447
(8.8) (8.8) (8.8) (8.8)
83rd 449 9 9
(8.8) (8.8) (8.8) (8.8)
6 104th 5 449
(8.8) (8.8) (8.8) (8.8) (8.8)
1 139 1745th 44
(8.8) (808) (8.8) (8.8) (8.8)
Total 22044 44 44 4444
Obviously, information supply is always from those with greater
formal power to those with less formal power. In other words, the
sections which have relatively greater formal power will supply
information to those which they have influences. This is because
the majority of those who ranked a section first would rarely
supply information to such section. On the other hand, if they ranked


















Receiving AlmostRarel Sometimes Often Usually Total
AlwaysRanking
1st 0 8 11 205 44
(8.8) (8.8) (8.8) (8.8) (8.8)
2nd 104 11 127 44
(8.8) (8.8) (8.8) (8.8) (8a8)
3rd 89 9 9 449
(8.8) (8.8) (8.8) (8.8)_ (8.8)
114th 1. 3 29 9 44
(8.8) (8.8) (8.8) (8.8) (8o8)
18 13 85th 14 44
(8.8) (8Q8) (8.8) (8.8) (808)
Total 44 4444 22044 AA
Again the significant X` value indicates that group formal
power has something to do with information receiving. Those who
ranked the sections first would almost always receive job-related
information from such sections. Simultaneously, those who ranked
the sections last would rarely receive job-related information
from such sections a
The relationships between ranking and information supply and
that between ranking and information receiving enable us to come
to the following conclusions concerning the effects of group formal
power on communication flows
Groups having relatively greater formal power over some other
groups will play an active role in supplying the latter with job-
related information. The depending groups often act as receivers
X2 = 64.63>26.296 = 0.294
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and seldom is there a reciprocal communication flow between
these two sets of groups.
As a results the pattern of communication flows among sections
in Comnanv A is of the following, form!
1. The Sales Section usually comuiunicat6s with the Stock Control
Section which acts as a receiver.
2. The Stock Control Section usually communicates with the
Technical Section which acts a receiver.
3. The Invoicing Section usually communicates with the Account-
ing Section which acts as a receiver.
However, since there are reciprocal power relationships between
the Accounting Section and the Sales Section, as well as between the
Shipping Section and the Invoicing Section, the above findings are
therefore not adequate enough to enable us to make generalizations
on the communication network among work groups. Unless these four
sections are analyzed separately, we will never know whether each
pair of sections will have reciprocal communication flow or not,
i.e. whether they will supply or receive job-related information
to and from each other.
Table:24 Information Supply Between the Accounting Section




TotalRarely Sometimes Often Usually
Direction of Flow Always
From Accounting
Section to Sales 0 0 20 2 4
Section (off (0) (o•44) (2.23)(1.32)
From Sales Sect-
0 I 1ion to Account- 0 3 5
ing Section (0.56)(o) (o) (2.77)(1.67)
Total 0 o. 1 3 5 9
X2 =1.46<5.991
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Table 25: Information Supply Between The Shipping Section




Rarely Sometimes Often Usually TotalDirection of Flow Always
From Shipping
Section to
0 1 3 7 154Invoicing Section
(0) (0.75) (6.75)(3) 4e50)
From Invoicing
Section to
0 0 1 2 2 5Shipping Section
(0.25) (1.50)(0) (1) (2.25)
Total 0 1 A 204 9
Table 26: Information Receiving Between The Accounting Section





Rarely Sometimes Often Usually TotalDirection of Always
Flow
Ac counting
Section from 0 0 1 2 1 4Sales Section
(0) (1.33) (1.78)(0) (0.89)
Sales Section
From Account-
0 0 2 2 1 5ing Section.
2.22)(0) (0) (1.67) (1.11)




Table 27: Information Receiving Between The Shipping









Shipping 0 0 6 94 15
Section (0) (6(0) (3.75) (5.25)
Shipping
Section From
Invoicing 0 0 1 2 2 5Section (0) (2)(0) (1.25) (1.75)
Total 0 0 85 207
All the XG values in the above four tables indicate that there
is no significant relationship between the variables tested. This
means that there is no difference between the Accounting Section and
the Sales Section, as well as between the Shipping Section and the
Invoicing Section, in terms of information supply and information
receiving. Each of these sections will supply as well as receive
job-related information from the section which has reciprocal power
relationship with it. Thus, we may conclude that groups with recip-
rocal formal power relationships will also have reciprocal commun-
ication flows.
The following diagram is the formal communication network among









Unbalanced formal power relationship
Reciprocal formal power relationship
Direction of formal communication flow
Reciprocal formal communication flow
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IV-3 The Effects of Individual Informal Power on Informal
Communication Network
A. The Structure of the Informal Organization in Conan
B
The informal group of Company B is actually very loosely
organized. It does not has an established name, nor does it have
any established positions for its members, such as the President,
Secretary, Treasurer, etc, which most of the informal organizations
have* Meetings were held very casually and irregularly. Not every
member of the group was invited to attend. In short, it is somewhat
unstructured.
However, it is still considered as an informal group insofar
as its members did interact with each other and also because there
were planned activities.1
B. The Informal Leaders: Individuals having Co niaratively
Greater Informal Power
2ne inrorrnai leaders of Company B were found to be Mr. X
and Mr. Y.2 The former was a shroff clerk in the Paymaster Section
under the Accounting Finance Planning Department. His duty in the
Company was to calculate as well as to distribute the salary bills
to the staff of the company. In fact, his position in the formal
heirarchy was rather low.
He was a man of about forty-five years old, slim and clean.
He has been working for Company B for 10 years. At the very beginning,
he was only an office boy. Because of his willingness to learn, he was
later promoted to his present position.
A group may be defined as consisting of two or more persons
interacting with each oer.




As gathered from the 74 persons contacted by the writer,
there were various reasons given to the question Why Mr. X was
selected as IvIr. Good-Man of Company B? Among the major reasons
are: his charming personality, easy to get along with, enthusiastic
to help others, even of his physical appearance. The followings are
the main reasons given:
Reasons Frequency Percentage
Easy to get along with 25 33.79
Willing to help others 15 20.27
Friendly 12 16.49
Hard-working 10 13.51
Physical Appearance 4 5.41
Others 8 10.53
Total 100.0074
On the other hand, Mr. Y was found to be holding a relatively
high position in the formal heirarchy. Actually, he was at the
Acting I11anager level. He was a university graduate and has been
working for the company for more than 20 years. Even though he did
not bear the title of Mr. Good-Man of Company B, he did come
very close to it, only lost by a very narrow margin.
In finding out the reasons for Mr. Y's popularity among his
group members, 56 staff of Company B were contacted by the writer
and questioned. A great Majority responded that it was due to his
ability to handle problems. Some said that he was easy to get along
with, some of them indicated that he gave them a sense of security
because of his seniority as well as his father image.





Gives one a Sense
of Security 16 28.57
Will Stand up and
Speak for Others 16.079
Easy to Get Along With 8.935
Others 6 10.72
Total 100.0056
In general, there were two informal leaders in Company B.
Mr. X was chosen to be the informal leader mainly because of
his personality. He was, in:'fact, the social emotional leader
in the informal group of Company B.
On the other hand, Mr. Y gained his informal power mainly
through his problem-solving ability. He was the task leader of
the said informal group.
C. The Isolate Individual Without Informal Power
The Isolate, who was considered to have little or no informal
power at all in the informal set-up of Company B, was found to be
uMr. Z.1 He was holding a very high position in the formal heirarchy,
much higher than that of the two informal leaders.
Mr. Z was a man of about thirty-five years old, and has been
working for Company B for a period of seven years. He was graduated
from a local university and then went abroad for studies in the
United States and obtained a .7.B.A. degree.
The name is deliberately disguised.
1
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During the writer's three-month period of observation, Mr. Z
was found to be very hard-working. He usually worked until 7 or 8
p.m. in the evenings and never came late in the mornings.
Although most of the people of Company B indicated that they
did not like Mr. Z, the majority of them did not disclose their
reasons for such an attitude. Only a few told the writer that Mr.
Z was a yes man to those on the top, especially the General
Manager. He always tried to please the top people by whatever
method he could possibly use. He never spoke for his men in case
they made mistakes, even minor ones. Insteald, he always pulled
their lege. and forced them to work according to his own ways.
D. Individual Informal Power and Communication Flows
1. Between Informal Leaders and Group Members
The supply of information by those two informal leader to
other group members was found to be much more frequent than by
others who have relatively lower informal power. In other words,
the two informal leaders occupied the top position in information
supply. In fact, it was observed that about 80% of the messages
received by the members of the informal group were passed down from
these two informal leaders, either directly or indirectly. In the
direct sense, the informal leaders, especially Mr. X, approached
each member personally and informed him/her about the news concern-
ing their informal group. Indirectly, the informal leaders, especially
Mr. Y, usually asked one of the members to spread the news around. No
agencies other than face-to-face and telephone contacts were witnessed
in information transmission from informal leaders to group members.
However, it was rotand that there was a great ditterence in the
contents of information supplied by the two informal leaders. Mr. X
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always supplied the coordinating type of information to his group
me mbe rs, such as: Mrs. A gave birth to a baby there would be a
picnic next week Mr. N has left the company, etc. On the other
hand, MMr. Y always gave out the task and problem-solving type of
information to his group .members. Most of the time, he dealt with
information such as giving the finaal decision to a problem which
confronted the informal group, supplying answers to other group
members concerning their difficulties, airing out his own opinions
on the tentative proposals, giving ins tructions y, etc.
Just like in the case of information supply, both the two
informal leaders were also occupying a central position in receiving
information from other group members. Moreover, they did not receive
identical information. For them, information receiving was on a
selective basis. The social-emotional leader- Mr. X- usually
received information concerning the welfare of his group members
while the task leader- Mr. Y- received information related to
problem-solving such as what happened to their informal group, what
they needed to do, and the like.
There was no difference in the way the informal leaders received
information. Individual group members usually a pproached and informed
the informal leaders personally. Seldom did they ask other persons
to do it for them. The frequency of using telephone contacts was
found to be less than that in transmitting information by the informal
leaders to their group members. No other kinds of communication agency
was found.
The overall communication patterns between informal leaders and
group members is presented in the following diagrams:
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Diagram 7: Informal Communication Flows Between
Task Leader and. Group Me mbe rs
Mr. Y
Diagram 8: Informal Communication Flows Between
Social Emotional Leader and Group Members
Mr. X
Information SupplyInformal Leader
Key Information ReceivingGroup Member
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2. Between the Two Informal Leaders
During the three-month period of observation, it was found
that there was seldom informal communication between the two informal
leaders. Only on one or two occasions was Mr. X, the social emotional
leader, found to approach Mr. Y, the task leader, and discussed
problems personally concerning their informal group. No such incident
as Mr. Y approached and discussed problems with Mr. X was witnessed.
The reason for such unusal phenomenon might be due to the
fact that the status of each of these two informal leaders in the
group was so equal that they themselves did not know who really was
the leader of the informal group. Such status ambiguity might event-
ually block the communication between these two leaders because they
hardly know what role they should play to each other.
3. Among Groin Members
The communication flows among group members other than the
two informal leaders and the isolate were found to be 'All-Channel
Concom No obvious difference was observed. Each individual group
member supplied information to each other, and, at the same time,
redeived information from each other. Even though the task leader
usually supplied information to other group members through a third
person, he did not pick any particular group member to do so. As a
result, the frequency of communicating to each other along group
members was the same for each member.
The reason for the existence of such All-Channel Concom
pattern of communication is that the informal organization was
rather loosely organized, The status of each member in the informal
group was unidentified. As a result, even though some might have
greater informal power due to their personality, a great majority
would consider themselves as equal in term of informal power. Role
playing, therefore, was based on equal status which led to the
All-Channel Concom pattern of communication.
Diagram 9: Informal Communication Pattern Among Group





4. Between the Isolate and Other Group Members Including
the informal Leaders
Informal information supply from the isolate, Mr. Z, to
other group members was very rare. In fact, no such incident was
observed. Only formal communication, i.e. concerning formal job-
related problems, was witnessed.
On one occasion, the writer observed that five of the group
members (including Mr. X) were planning for a farewell party for
the Engineering Manager who was soon to leave the company. The
discussion was taken place in the staff canteen-of Company B during
lunch time. The social-emotional leader- Mr. X- did ask Mr. Zp who
was sitting nearby at the next table, for his opinions and suggest-
ions about that night's program. Mr. Z's reply was I have no opinion
and am not interested to join the party. He then drank up his tea and
left the canteen.
From this incident, we can see that the isolate was unwilling
to supply information to other group members, even to the informal
leader.
On the other hand, after questioned about ten of the informal
group me mbe rs, it was also found that other group members did not
value the isolate's ideas and suggestions. Their usual replies to
the question Why don't you consult Mr. Z when you face problem?
were: Why should I have to consult him? or To ask him? I'd
rather solve it myself t
It was hardy possible to witness an occasion in which Mr. Z
received non-job-related information from other group members besides
the social-emotional leader. In fact, what Mr. X informed the isolate
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was only a minor portion of what he had informed the rest of the
group. He only supplied iir. Z with such information as a picnic
would be held next week, there would be a party next Friday night,
etc.
The writer once asked Mr. Z whether he knew that Mrs. A had
given birth to a baby. This news was spreading around in the comp-
pang and even reached the writer, who was an outsider to the in-
formal group. To his surprise, Mr. Z knew nothing about this and
asked the writer from whom did he get this information.
5. The Overall Communication Network in the Informal Group
Based on the above-wmentioned findings in informal communication
patterns, we can now come to the following conclusions concerning
the relationship be tween individual informal power and informal
communication flows:
a. Those having relatively higher informal power will occupy
the central position in the informal communication network,
b. Informal communication between informal leaders and group
members is on a selective basis, both in information supply
and information receiving. The social-emotional leader would
receive and supply coordinating type ofinformation from and to
his members while the task leader would communicate problem-
solving type of information with group members.
c. When the equality of status of two persons, especially two
leaders, is in doubt, they are more likely to avoid commun-
ication with each other.
d. Communication pattern among persons with equal informal power
will be of an All-Channel Concom.
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e. Those having relatively low or no informal power will
become isolates in the informal communication network.
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CHAPTER V Conclusion
This study tries to measure formal power quantitatively and
informal .power qualitatively, and to see how they affect both
formal and informal communication patterns in terms of information
supply and information receiving.
Most of the findings do support the working hypotheses derived
from previous research studies in the West. Individuals having
higher formal power were found to have a wider formal communication
network. They occupied top positions in the formal heirarchy and
.holding central positions in formal communication flows. The pattern
of individual formal communication was witnessed to be of a Y shape.
Furthermore, it was also found that informal leaders might hold low
positions in the formal heirarchy, but did occupy central positions
in the inforiial communication network, which, in general, was found
to bear a Wheel shape
In addition to these, however, there are some new tindings:
1. Expert power was found -to have nothing to do with the span
of formal communication network. Individuals having expert
power were found to have no wider outside contacts or more
frequent internal communication than those who do not have
such power. This upsets the hypothesis that Those who have
expert power will have a wider formal communication network.
2. There was no difference in the agencies of communication
employed between those with high formal power and those with
low formal power in the intra-group situation, but there was
a significant difference in the inter-group situation. Individ-
uals with high formal power would employ the written form which
those with low formal power never did.
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3• Groups which evaluated themselves high in the formal
power heirarchy might not be so evaluated by other groups.
Such difference might place the former groups in a less
important position in the formal communication network in
term of information supply.
4. Whenever there wag a reciprocal formal power relationship
between two groups, there would be reciprocal formal
communication flows between them.
5. When an informal organization was loosely organized, there
would be no clear-out distinctions in the degree of informal
power possessed by its individual members. Besides the informal
leade rs 2 they would treat each other as equal in status and the
communication pattern in such situation would be of an
All-Channel Concom91?
6. When two individuals were in doubt of each other's informal
power position, they did not know what role they should
play to each other in their communication, and this might
block the communication channel.
7. Contents of communication between leaders and group members
in an informal group were on a selective basis, depending on
the leadership style.
8. Individuals having little or no informal power at all would
eventually become an isolate in the communication flows within
their informal group.
While these new findings might give hints to organizational
management, they are not valid enough to enable one. to draw general-
izations on the power and communication aspects in business organ-
izations. They represent, after all, only the phenomena existing in
two understudied firms. Comprehensive investigations in other organ-
izations are therefore needed in order to gain more understanding and
insight about these two aspects.
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Finally, this study only deals with how the power structure
affects communication network within business organizations. In
order to get a whole picture of the relationships between these
two aspects, it might be valuable to find out the effects of
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Thank you for giving me this opportunity to learn about
the real business world and also the structure of your company.
The first set of questions concerns your power position as well
as that of your group (i.e. section, departi.ient or office). The
second set concerns your co :i,:iunication network within the com-
pany and that of your work group.
Since my purpose is to learn about the overall system of
your company, it will be unnecessary for you to write your
name and the nal-ae of Your company on the questionnaire. Fur-
ther ilore, your answers to he questions will be kept highly
confidential. Please, therefore, do dive your own opinions
and true feelings ansiTering the questions.
In trying to make the iear ings of the questions as clear
as possible, I have witten them in both English and Chinese.
Before beginning to answer the questions please read the dir-
ections precediing each set of questions
Again, thank you for your help.
A. The following questions are asked in an attempt to gain
an overview of the positions of you and your work group within
the. coMpany. You are asked to place an X in one of the spaces
or boxes given which will indicate the position and the frequency
to which this activity occurs within your work group.
首 先 要 謝 謝 你 的 幫 忙 ， 使 我 有 機 會 瞭 解 工 商 界 的 實 況 及 貴
公 司 的 結 構 。 以 下 問 題 第 一 部 份 是 關 於 你 及 你 所 屬 單 位 （ 組 處
室 ） 的 權 力 地 位 ， 第 三 部 份 是 你 及 你 所 屬 單 位 在 公 司 之 會 傳 進 綱 情 形 。
因 為 我 想 要 知 道 的 是 貴 公 司 的 整 體 結 構 ， 所 以 你 不 必 寫 出
自 己 或 公 司 的 名 字 在 問 卷 上 。 同 時 你 在 問 卷 上 所 作 出 之 答 案 將
維 持 高 度 保 密 。 故 請 在 作 答 時 表 達 你 的 真 實 意 見 及 情 感
為 了 使 問 題 □ 自 超 見 ， 我 同 時 用 了 中 文 及 英 文 。 在 回
答 問 題 之 前 ， 請 光 看 問 題 的 說 □ 。
現 在 ， 我 再 次 謝 謝 你 的 幫 忙 。
以 下 問 題 的 目 的 在 大 體 瞭 解 你 和 你 工 作 單 位 在




If the action described by the statement almost Always
occur, you would place an "X" in the space marked. Almost
Always.
Rarely Sometimes Often Usually Almost Always
For example
If you are belonging to the Accounting Section, you would














假 如 你 認 為 你 說 的 情 形 亦 等 於 幾 手 一 向 ， 請 在
幾 手 一 向 那 個 格 子 里 劃 一 符 號
很 少 有 時 時 常 經 常 幾 手 一 向
又 例
假 如 你 在 會 計 組 工 作 ， 請 在 合 計 組 旁 邊 那 個 格 子














2. The number of persons working in my section (including
myself) is
在 我 工 作 的 單 位 內 ， 工 作 人 數 （ 包 括 我 自 己 ） 只 有 人 。
3. My position within my work group is
在 我 工 作 單 位 內 ， 我 的 職 位 是
4. The nature of my job is:




非 專 業 性
5. Do you depend on employees within your work group to provid
you with information and/or resources necessary to perform
your job?
你 的 工 作 是 不 是 要 靠 本 單 位 的 其 他 職 員 提 供 資 料 或
協 助 才 能 進 行 ？
Rarely Sometimes Often Usually Almost Always
很 少 有 時 時 常 經 常 幾 乎 一 向
6. Do the employees withih your work group work together as a
team?
在 你 工 作 單 位 里 ， 是 不 是 所 有 的 職 員 都 要 一 起 合 作 工 作 ？
Rarely Sometimes Often Usually Almost
Always 有 時 時 常 經 常 幾 乎 一 向
7. When you encounter difficulties in job-related problems, do
you seek help from your supervisor?
當 你 遇 到 工 作 上 的 困 難 時 你 是 不 是 向 上 司 請 求 協 助 ？
Rarely Sometimes Often Usually Almost Always
很 少 有 時 時 常 經 常 幾 乎 一 向
6
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8. When you encounter difficulties in job-related problems, do
you seek help from employees within your work group besides
our supervisor?
Rarely Sometimes Often Usually Almost Always
9. Do other employees within your work group depend on your
assistance to perform their jobs?
Rarely Sometimes Often Usually Almost Always
10. In your opinion, how often do you contribute to the smooth
functioning of your work group?
Rarely Sometimes Often Usually Almost Always
11. Do you try to answer questions yourself before checking
with your work rou members?
Rarely Sometimes Often Usually Almost Always
12. What do you think will happen to your work group if you
suddenly resign or leave the company?
Severely Affected Affected Slightly May be As Usual
Affected Affect-
ed
當 你 遇 到 工 作 上 的 困 難 時 ， 除 上 司 外 你 是 不 理 向 同 單
位 的 同 事 請 求 協 助 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
在 你 的 工 作 單 位 里 ， 你 的 同 事 是 不 是 要 靠 你 的 幫 助 才 能
工 作
很 少 有 時 時 常 經 常 幾 乎 一 向
你 認 為 自 己 是 不 是 時 常 對 自 己 的 工 作 單 位 作 出 貢 獻 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
有 問 題 時 ， 你 是 否 不 光 問 其 他 同 事 意 見 ， 試 圖 自 己 作 答 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
如 果 你 辭 職 或 特 然 離 去 ， 你 認 為 你 的 工 作 單 位 會 有
怎 樣 的 後 果 ？
受 到 嚴 重 影 響
受 到 影 響
受 到 極 微
影 響
可 能 受 到
影 響
和 平 常 一 樣
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13. in case you have gone for vacation, can your work be taken
care by other members of your work group?
Rarely Sometimes Often Usually Almost Always
14. Does the work of your work group depend on other work groups
assistance?
Rarely Sometimes Often Usually Almost Always
15. Please rani the following work groups by assigning number
to them according to their importance in assisting your








16. Does your work group need to receive orders or information
from other work group(s) before it can begin its work?
Rarely Sometimes Often Usually Almost Always
如 果 你 去 渡 假 ， 你 的 工 作 能 不 能 由 其 他 同 事 代 作 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
你 工 作 單 位 是 不 是 需 要 其 他 單 位 的 協 助 才 能 工 作 ？
很 少 有 時 時 常 經 常 幾 乎 一 向








你 的 工 作 單 位 是 不 是 得 到 其 他 工 作 單 位 的 命 令 或 通 知 才
能 開 始 工 作 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
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B. The following questions are asked in an attempt to locate
your formal communication network and that of your work
group within the company.
1. Do the employees of your work group transmit job-related
information among themselves by using face-to-face contacts?
Rarely Sometimes Often Usually Almost Always
2. By which of the followiigg agencies the employees of your





3. When you have job-related difficulties, do you consult your
supervisor first?
Rarely Sometimes Often Usually Almost Always
4. In your work group, who is the one you always discuss job-
related problems with? Please site his/her position.
以 下 問 題 在 求 確 知 你 和 你 的 工 作 單 位 在 公 司 內 的
消 息 傳 迅 系 統 。
在 你 的 工 作 單 位 里 ， 職 員 之 間 是 不 是 當 面 互 相 傳 迅 有 關
工 作 的 資 料 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
在 你 工 作 單 位 里 ， 職 間 會 用 那 種 工 具 一 互 相 傳 迅 有 關
工 作 的 消 息 ？
電 話
書 面
當 面 交 談
手 勢
當 你 對 工 作 有 問 題 時 ， 你 是 否 首 先 告 知 你 的 上 司 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
在 你 工 作 單 位 里 ， 你 經 常 和 那 位 同 事 討 論 有 關 工 作 上
的 問 題 ？ 請 列 □ 他 或 你 在 你 單 位 的 地 位
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5. In your work group, besides that you have mentioned in
Question 4, who is the other one you always discuss
job-related problems with? Please state his/her position.
6. The job-related information I transmit to employees within
my work group is first given to my supervisor.
Rarely Sometimes Often Usually Almost Always
7. Do other employees within your work group depend on you
to provide them with necessary inforlhation to perform
their jobs?
Rarely Sometimes Often Usually Almost Always
8. Do you depend on other employees within your work group
to provide you with necessary job-related information?
Rarely Sometimes Often Usually Almost Always
9. The job-related information I received from other work
group is given to my supervisor first.
Rarely Sometimes Often Usually Almost Always
在 你 工 作 單 位 里 ， 除 那 位 你 在 問 題 提 及 到 的 ， 你
經 常 和 那 位 同 事 討 論 有 關 工 作 上 的 問 題 ？ 請 列 □
他 或 她 在 你 工 作 單 位 的 地 位
我 所 提 供 給 同 單 位 同 事 的 資 料 ， 都 是 光 交 給 我 的
上 司
很 少 有 時 時 常 經 常 幾 乎 一 向
在 你 的 工 作 單 位 里 ， 你 的 同 事 是 不 是 要 靠 你 提
供 資 料 才 能 工 作 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
在 你 的 工 作 單 位 里 ， 你 是 不 是 要 靠 其 他 同 事 提
供 資 料 才 能 工 作 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
其 他 工 作 單 位 提 供 給 我 的 工 作 資 料 ， 都 是 由 我 的
上 司 轉 交 給 我
很 少 有 時 時 常 經 常 幾 乎 一 向
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10. Do other work goups within the company depend on you to
provide them with necessary information to perform their
jobs?
Rarely Sometimes Often Usually Almost Always
11. Do you depend on other work groups within the company to
provide you with necessary job-related information?
Rarely Sometimes Often Usually Almost Alays
12. The job-related information I planned to transmit to other
work groups is first given to my supervisor
Rarely Sometimes Often Usually Almost Always
13. Do you transmit information to employees in other work.
groups by using face-to-face contacts?
Rarely Sometimes Often Usually Almost Always
14. By which of the following agencies you transmit job-related





其 他 工 作 單 位 是 不 是 靠 你 提 供 資 料 才 能 做 事 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
你 是 否 要 靠 其 他 工 作 單 位 提 供 資 料 才 能 做 事 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
由 我 提 供 給 其 他 工 作 單 位 的 資 料 ， 都 是 首 先 交 給 我
的 上 司
很 少 有 時 時 常 經 常 幾 乎 一 向
你 是 否 採 取 當 面 交 談 的 方 法 和 其 他 單 位 的 職 員
傳 迅 有 關 工 作 的 消 息 ？
很 少 有 時 時 常 經 常 幾 乎 一 向
你 經 常 採 取 那 種 方 法 和 其 他 單 位 傳 迅 有 關 工 作 消 息 ？
電 話
書 面




15. Do you transmit information to employees within your work
group by using telephome contacts?
Rarely Sometimes Often Usually Almost Alway
16. Do you transmit information to employees within your work
group by using written forms?
Rarely Sometimes Often Usually Almost Always
17. Do you often have contacts with outside people in pertorrairg
your jobs?
Rarely Sometimes Often Usually Almost Always









你 是 不 是 用 電 話 和 同 單 位 的 同 事 傳 迅 消 息 ?
很 少 有 時 時 常 經 常 幾 乎 一 向
你 是 否 採 取 書 面 方 式 和 同 事 傳 迅 有 關 工 作 資 料 ?
很 少 有 時 時 常 經 常 幾 乎 一 向
在 工 作 上 , 你 是 否 時 常 要 和 外 界 人 仕 接 觸 ?
很 少 有 時 時 常 經 常 幾 乎 一 向








































































































































































Distribution of Weights and Power
Valences of Individuals in Company
A By Group TNise
Section Weights to Questions Power Valence




Accountant 5 3 4 5 4 4 4 5 4.2534
Assistant to
Accountant 2 3 2 2 3 2 3 3 20 2.50
Clerk A 1 2 1 2 2 1 2 2 13 1.625
Clerk B 122 2 1 1 2 2 1 1 1.50
Sales
N= 5
In-Charge 4 5 5 4 4 4 3 4 33 4.125
Assistant to
In-Charge I1 1 2 2 2 21 2.625
Clerk A 20 2.502 3 3 2 3 2 2 3
Clerk B 2 1 2 3 2 3 2 1 16 2.00
Clerk C 1 2 3 2 2 1 2 1 14 1.75
Invoicing
N=5
In-Charge 4 4 5 4 5 4 4 4 34 4.25
Assistant to
In-Charge 3 3 3 3 4 2 3 2 23 2.99
Clerk A 1 2 3 2 1 2 2 2 15 1.99
Clerk B 1 2 2 2 1 1 2 2 13 1.625
Clerk C 1 2 2 1 1 2 1 1 11 1.425
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Section Power Valence =Weights to Questions




Chief Tech. 4.9945 5 5 5 5 395 5
Assistant to
Chief Tech. 2 2 2 2 203 4 2 2.503
Technician A 2 2 2634 4 4 4 3 3.25
Technician B 2 2 2 2 2 2 2 2 16 2.00
2 2 1 2Technician C 2 2 2 2 15 1.99
Technician D 1 2 2 2 2 21 1 13 1.625
Technician E 1 2 1 2 21 2 1 12 1.50
Tech. Assistant 1 2 1 1 1 1 1 2 10 1.25
Stock Control
N = 7
In-Charge 4 5 4 5 4 4 4 355 4.375
Assistant to
In-Charge 2 2 23 2 2 2 3 2.32518
Clerk A 2 2 2 2 2 2 2 17 2.1253
Clerk B 2 2 2 1 2 2 2 1 14 1.75
Clerk C 2 2 2 2 2 2 2 2 16 2.00
Clerk D 1 2 2 2 1 2 2 15 1.993
Clerk E 2 3 1 1 1 1 1 2 12 1.50
Shipping
In-Charge 4 4 5 4 3 4 3 4 31 3.99
Assistant to
In-Charge 2 2 23 3 2 3 203 2.50
Clerk A 2 2 2 13 2 3 183 2.25
Clerk B l 2 2 2 2 23 3 17 2.125
Clerk C 2 1 2 2 1 13 3 15 1.99
2 2 2Clerk D 2 1 21 1 13 1.625
Clerk E 2 3 1 2 1 1 1 1 12 1.50
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Section Power Valence =Weight to Questions
5 6 7 9 10 11 12 13
Shippin
Clerk F 1 2 2 2 2 1 1 2 13 1.625
Clerk G 2 1 3 2 2 l 1 1 13 1.625
Clerk H 2 2 2 3 1 2 1 1 14 1.75
Clerk I 2 3 3 2 1 2 2 2 15 1.99
Clerk J 1 2 2 2 1 3 1 1 13 1.625
Clerk K 2 2 2 2 1 2 1 2 14 1.75
Clerk L 2 1 1 2 1 2 1 1 11 1.375
Clerk M 1 2 3 3 1 3 1 2 16 2.00
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別 看 來 可 能 並 非 如 此 。 這 種 主 觀 評 價 及 客 觀 評 價 之 差 異 ，
是 以 貶 低 自 評 高 者 在 組 織 中 之 地 位 ， 從 而 影 響 其 消 息 之 收
發 。 再 者 ， 當 以 組 別 作 為 一 單 位 研 究 時 ， 作 者 發 現 消 息 之
傳 遞 通 常 是 由 高 權 力 組 別 輸 送 消 息 給 低 權 力 組 別 。 但 在 權
力 相 等 之 組 別 間 ， 傳 訊 系 統 並 非 單 方 面 進 行 ； 反 之 ， 彼 此
間 消 息 輸 出 及 收 入 十 分 平 均 ， 形 成 一 雙 邊 溝 通 系 統 。
　 　 總 括 來 說 ， 商 業 組 織 內 之 權 力 組 織 對 傳 訊 系 統 之 影 響
是 多 方 面 的 ， 辭 文 只 是 就 前 者 對 後 者 之 影 響 作 有 限 度 之 研
究 ， 並 未 擴 及 兩 者 間 的 全 面 關 係 ， 後 一 研 究 尚 有 賴 於 他 人
之 努 力 。
5立 份 子 。 除 偶 然 與 某 些 人 作 非 常 表 面 化 之 交 談 外 ， 他 們 極
少 有 其 他 的 傳 訊 通 路 。
　 　 在 另 方 面 ， 權 力 高 的 個 人 ， 如 彼 此 間 不 清 楚 對 方 的 權
力 則 由 於 角 色 扮 演 上 的 問 題 ， 他 們 彼 此 間 會 盡 量 避 免 接 觸
， 因 而 使 彼 此 間 的 傳 訊 受 到 嚴 重 阻 礙 。
　 　 無 論 正 式 組 織 或 非 正 式 組 織 ， 其 傳 訊 媒 介 並 無 多 大 差
異 ， 當 面 交 談 為 傳 遞 消 息 之 最 普 遍 工 具 。 雖 然 在 正 式 組 織
中 ， 組 別 間 之 傳 訊 偶 然 亦 會 採 用 書 面 方 式 。
　 　 組 別 間 彼 此 對 對 方 所 作 之 權 力 評 價 ， 對 彼 此 對 自 身 所
作 之 評 價 ， 常 有 出 入 ， 自 評 有 高 度 權 力 的 組 別 ， 在 其 他 組
4小 實 與 其 他 成 員 無 異 。
　 　 反 過 來 說 ， 在 非 正 式 組 織 中 ， 權 力 之 分 配 並 無 一 定 層
次 ； 通 常 是 有 兩 個 領 袖 ， 其 一 負 責 工 作 之 分 配 及 進 行 ， 另
一 則 主 要 在 維 繫 組 織 之 凝 聚 及 成 員 間 之 團 結 。 此 等 領 袖 在
正 式 組 織 中 並 未 擁 有 很 高 之 權 位 ， 他 們 之 被 選 ， 主 要 與 他
們 的 性 格 有 關 。
　 　 在 傳 訊 系 統 方 面 ， 非 正 式 組 織 之 術 袖 亦 佔 據 最 重 要 的
位 置 。 但 由 於 其 他 成 員 無 分 彼 此 傳 遞 消 息 ， 因 而 整 個 非 正
式 組 織 之 傳 訊 網 成 為 一 個 輪 形 。 同 時 ， 在 此 種 組 織 中
， 那 些 沒 有 任 何 權 力 的 個 人 ， 經 常 被 其 他 人 遺 忘 ， 成 為 孤
3員 之 福 利 而 組 織 起 來 的 團 體 。 雖 然 非 正 式 組 織 亦 有 其 一 套
約 束 成 員 行 為 的 規 範 ， 但 並 非 明 文 規 定 ， 故 與 正 式 團 體 的
一 套 實 有 很 大 的 差 異 。
　 　 正 式 組 織 內 的 權 力 分 配 ， 有 其 一 定 之 層 次 ， 且 對 傳 訊
系 統 之 影 響 亦 有 其 固 定 的 形 式 。 權 力 高 者 居 消 息 傳 達 網 之
中 心 ， 整 個 傳 訊 系 統 成 為 一 倒 懸 的 丫 形 。
　 　 歐 美 學 者 曾 對 專 家 的 權 力 作 過 很 多 的 研 究 ， 認 為
擁 有 這 種 權 力 者 的 成 員 其 傳 訊 網 較 缺 乏 該 種 權 力 者 為 廣 大
。 但 事 實 上 ， 本 文 之 研 究 結 果 與 此 大 有 出 入 。 無 論 在 組 織
內 或 與 外 界 接 觸 時 ， 擁 有 專 家 權 力 的 成 員 其 傳 訊 網 之 大
2統 作 各 別 之 研 究 ， 然 未 曾 觀 察 二 者 之 交 互 關 係 。 基 於 上 述
原 因 ， 本 文 試 圖 將 權 力 組 織 與 傳 訊 系 統 合 併 ， 研 究 在 香 港
之 商 業 機 構 內 ， 前 者 對 後 者 之 影 響 。
事 實 上 ， 本 文 研 究 範 圍 只 涉 及 兩 家 香 港 商 業 機 構 ， 故
所 得 之 結 果 不 足 以 廣 泛 推 斷 香 港 全 部 商 業 機 構 的 實 際 情 形
。
每 一 商 業 機 構 皆 有 其 正 式 及 非 正 式 組 織 ， 故 機 構 內 的
權 力 組 織 及 傳 訊 系 統 亦 可 依 上 述 二 類 劃 分 ， 前 類 組 織 有 明
文 規 定 ， 有 一 定 之 規 範 以 控 制 個 人 之 行 為 。 後 者 多 數 是 僱
員 欲 獲 得 更 多 之 自 由 ， 脫 離 明 文 規 範 之 束 縛 ； 或 欲 謀 求 僱
香 港 商 業 機 構 內 之 權 力 組 織 對 其 內 部 傳 訊 系 統 之 影
響 THE EFFECTS OF POWERSTRUCTURE ON INTERNAL COMMONICATION
SYSTEM IN TWO HONG KONG BOSINESS ORGANIZA TIONS
正 如 韋 特 所 形 容 ： 二 十 世 紀 的 社 會 乃 一 高 度 組 織 的 社
會 。 個 人 置 身 其 中 ， 無 論 衣 、 食 、 住 、 行 ， 甚 至 生 、 老 、
病 、 死 ； 以 至 一 切 行 為 、 思 想 、 生 活 習 慣 等 ， 都 不 能 脫 離
組 織 的 影 響 。 換 而 言 之 ， 生 活 在 二 十 世 紀 的 每 一 個 人 ， 都
可 以 稱 為 組 織 人 。 故 謀 求 人 類 生 活 幸 福 ， 對 人 性 了 解
， 實 有 賴 對 組 織 作 進 一 步 之 研 究 。
歐 美 之 社 會 科 學 家 曾 不 斷 對 組 織 內 的 權 力 結 構 傳 訊 系


